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Researchers have been studying employees’ responses to organizational change 
from the prospective of coping with pressure since the end of last century, and get the 
conclusion that the involvement of employees, the earnestly practice of leaders and 
the information disclosure can help gain supports from employees. However, those 
theoretically correct concepts were proved to be poorly instructive when applied in 
practice by the low success rate and employees’ resistance. The contradiction between 
theory and reality makes researchers rethink the sufficiency and applicability of those 
theories. And that’s also the motive of this study to find reasons for the contradiction, 
to consummate theoretical model of employees’ coping with organizational change 
and to discuss application of such model in practice. The dissertation is based on 
theories of sociology, organizational behavior and organization study. 
Beginning with literature review, paper presents three kinds of problems found in 
employees’ copings with organizational change: the insufficiency of discussion on 
organization-level stable factors in researches on antecedent variables; the unclearness 
of mechanism of organization-level stable factors effects and the unclearness of 
organizational changes’ properties effects on employees’ coping strategies.  To solve 
these problems, this study proposes several theoretic hypotheses by deducing and 
verifies them by empirical researches. 
In the next place, this study consummates structural dimensions of model on 
employees’ coping with organizational change by pretest, proposing a model of 
four-types structure including confrontive coping, planful problem-solving ，
behavioral disengagement and wishful thinking, all of which are in both 
active-oriented and negative-oriented ways. The model of new structure is more 
rigorous than the original two-dimension structural model while still maintains 
application validity. 















and employees’ commitment to changes significantly influence employees’ coping 
strategies, regarding the former as antecedent and the latter as mediator. Results of 
empirical research show multi-dimensional person-organization value significantly 
influences employees’ coping, and both affective and normative commitments to 
changes mediate those relations. 
Finally, this study takes the factor of perceived properties of change into 
consideration, and finds that it regulates noticeably both in main effect model and in 
mediation effect model. 
The contribution of this research lies in the fact that based on the model of 
employees’ coping with organizational change, this study brings person-organization 
value congruence into the model as an organizational stable factor, and finds out the 
process mechanism of its effects on employees’ coping strategies; more importantly, 
this study is of practical significance, for it proposes to make use of properties of 
change to estimate to what extent organizational stable factors can play its predication 
role. The conclusion is of certain pertinence and is worth further discussing. 
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